









 KEYWORDS		Religiosity				Employee	Engagement											Job	Satisfaction						Job	Performance		Islamic	Bank																INTRODUCTION			The	industry	of	Islamic	banking	has	a	great	potential	to	attract	Muslim	customers	to	meet	the	needs	for	banking	services	that	are	in	accordance	with	the	rules	of	Islamic	religion	 (Muslim,	 Zaidi,	 &	 Rodrigue,	 2013).	 Besides,	 it	 can	 also	 attract	 non-Muslim	customers	because	it	is	in	accordance	with	the	principles	carried	out	by	Islamic	bank,	sharing	benefits	and	risks	(Saleh,	Quazi,	Keating,	&	Gaur,	2017).	Along	with	the	great	potential	of	Islamic	bank,	there	is	also	a	big	challenge	for	it.	The	presence	of	new	Islamic	banks	 are	 less	 popular	 and	 less	 experienced	 compared	 to	 conventional	 banks	 that	came	 earlier	 in	 the	 banking	 industry	 (Nizar	 &	 Marzouki,	 2015).	 Therefore,	 it	 is	important	for	Islamic	Banks	to	develop	the	potential	of	their	employees,	as	the	agents	who	run	the	business,	 to	make	them	work	professionally	based	on	the	principles	of	Sharia	,	and	be	able	to	compete	and	be	as	popular	as	conventional	banks,	so	that	it	will	have	a	positive	impact	on		their	business	performance.	Considering	the	important	role	










these	 two	 levels	of	 compliance,	 there	are	similarities	held	by	Muslims;	monotheism	(belief	in	Allah	SWT)	and	the	prophet	hood	(to	the	Prophet	Muhammad).	In	addition,	according	 to	 Porter	 (2008)	 Al-Qur'an	 is	 interpreted,	 understood	 and	 reflected	 in	everyday	life	differently,	thus	it	affects	the	diversity	of	the	level	of	individual	religiosity.	The	study	from	Abou-Youssef,	Kortam,	Abou-Aish,	and	El-Bassiouny	(2015)	explains	that	the	level	of	religiosity	can	be	measured	in	several	ways,	it	can	be	seen	at	how	often	the	person	is	worshiping.	Devout	Muslims	pray	five	times	in	a	predetermined	time,	and	obey	the	Sharia	and	the	Sunnah.	Further	measurements	can	be	seen	from	the	Muslim,	how	often	they	do	the	Friday	prayers	and	do	not	 leave	them.	Furthermore,	the	final	measurement	can	be	seen	from	whether	they	carry	out	fasting	in	Ramadan.	Meanwhile,	Krauss	(2007)	assumes	that	the	level	of	religiosity	in	Islam	can	be	seen	through	two	things,	the	view	of	the	world	and	the	faith	that	is	in	accordance	with	the	Qur'an	and	the	Sunnah.	Some	researches	show	that	the	religiosity	determines	someone’s	attitude.	Nizar	and	Marzouki	 (2015)	explain	 that	 someone’s	beliefs	 tend	 to	be	strongly	 related	 to	 their	religion,	either	directly	or	through	scripture	or	indirectly	through	individual	culture.	In	accordance	with	the	statement,	someone’s	religious	identity	will	influence	behavior	and	attitude	(Tang,	2015).	Several	studies	on	the	effect	of	religiosity	in	Sharia	banks	have	been	carried	out	such	as	by	Nizar	and	Marzouki	(2015)	and	the	research	on	the	effect	 of	 religiosity	 on	 the	 job	 performance	 by	 (Osman-Gani	 et	 al.,	 2013).	 Besides,	religiosity	can	also	affect	the	job	satisfaction	of	the	employees	(King,	2005).		Job	performance		 Job	performance	is	the	behavior	of	individuals	or	the	employees	who	contribute	to	the	technical	organization	(Bertolino,	2013).	Performance	 is	 the	most	basic	 thing	 in	assessing	 the	 effectiveness	 of	 individuals	 who	 contribute	 to	 an	 organization	 (Ng,	2009).	Job	performance,	according	to	Borman	(1993),	consists	of	three	components:	assignments,	additional	tasks	to	customers	and	additional	tasks	for	the	organization	or	company.	 The	 assignments	 in	 the	 task	 refer	 to	 the	 main	 task	 of	 the	 employee.	Additional	tasks	for	customers	are	the	employee	discretion	that	indirectly	influences	the	 service	 to	 the	 customers.	 The	 additional	 tasks	 for	 the	 organization	 refer	 to	 the	employee's	desire	to	advance	the	organization.		According	 to	 Chu	 and	 Lai	 (2011),	 performance	 is	 incidental,	 measurable	 and	diverse	behavior	that	can	be	measured	by	the	standards	of	an	organization.	According	to	Tseng	and	Huang	(2011),	job	performance	can	be	measured	in	several	ways;	quality	of	work,	timeliness,	performance,	productivity,	effectiveness	of	training,	assessment,	work	results,	behavior	and	individual	characteristics.	Job	performance	is	influenced	by	two	aspects;	(1)	the	personal	quality	of	the	individual	which	includes	knowledge,	skills,	capacity,	and	motives	and	(2)	the	aspect	of	the	work	environment	that	describes	work	expectations,	awards,	workspace,	equipment	and	incentives.	To	make	the	job	performance	optimal,	the	companies	must	be	able	to	motivate	and	satisfy	the	employees	so	that	they	can	work	optimally	(Bowen,	2004).	Another	opinion	states	that	the	employee	performance	has	three	factors;	individual,	organization	and	work	 climate	 (Liao,	 2004).	 Individual	 factors	 are	 the	 personality	 of	 the	 employees	starting	from	neuroticism,	extroversion	and	generosity.	The	organizational	factors	are	the	employee	engagement,	training	and	incentives.	Work	climate	factors	refer	to	the	views	among	the	employees	regarding	procedures,	policies	and	practices.	Based	on	the	discussion,	the	hypothesis	that	can	be	formulated	regarding	the	employee	and	the	bank	performance	is	as	follows.
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research	 conducted	 by	 Slatten	 (2011)	 in	 the	 field	 of	 tourism	 also	 shows	 that	 the	employee	 engagement	 mediates	 the	 relationship	 between	 value	 alignment,	organizational	support	and	organizational	performance.	This	discussion	implies	that	the	 employees	 who	 are	 engaged	 in	 their	 job	 will	 do	 their	 jobs	 better.	 So	 that	 the	relationship	between	the	religiosity,	the	employee	engagement	and	the	performance	is	as	follows.		H2:	Religiosity	has	a	positive	effect	on	the	employee	engagement.		H3:	Employee	engagement	has	a	positive	effect	on	job	performance.			The	role	of	job	satisfaction		 Job	satisfaction	is	a	pleasant	emotional	condition,	a	consequence	of	the	achievement	of	 the	 given	 working	 standard	 (Locke,	 1969).	 Based	 on	 this	 definition,	 the	 job	satisfaction	in	individuals	tends	to	be	temporary,	not	related	to	the	future,	but	at	the	present	time	and	the	past.	Meanwhile,	according	to	Lambert,	Hogan	and	Griffin	(2007),	job	satisfaction	can	be	defined	as	the	employee's	reaction	to	his	job	and	whether	the	employee	 enjoys	 the	work	 he	 does.	 Another	 opinion	 describes	 job	 satisfaction	 as	 a	positive	emotion	that	 increases	from	the	employee's	assessment	of	 the	work	he	has	done	(Hair,	Black,	Babin,	Anderson,	&	Tatham,	1998).	Several	studies	have	discussed	a	lot	about	the	job	satisfaction.	One	of	them	is	Saks	(2006)	who	explains	that	one	of	the	important	factors	that	drives	the	job	satisfaction	is	 the	 employee	 engagement	 and	 organization.	 The	 employees	who	 are	 engaged	 to	their	 job	 tend	 to	 show	 their	 favorable	 behavior	 towards	 their	 job.	 Other	 research	shows	 that	 job	satisfaction	 is	a	driver	 in	achieving	 the	goals	of	an	organization	(Lu,	2016).	 In	 addition,	 the	 other	 study	 conducted	 by	 Gursoy	 (2007)	 says	 that	 job	satisfaction	affects	the	organizational	goals	because	it	provides	gifts	and	a	comfortable	environment	both	physically	and	mentally.	Based	on	some	opinions	and	researches,	the	employees	who	are	satisfied	with	their	job	tend	to	provide	better	performance	than	those	who	are	not.	The	spillover	theory	of	Sirgy	(2011)	explains	that	someone’s	satisfaction	in	one	part	of	his	life	can	affect	satisfaction	in	other	parts.	For	example,	when	an	employee	feels	satisfied	with	the	job	he	receives,	it	can	affect	the	satisfaction	in	other	aspects	of	his	life,	such	as	his	performance	and	his	family.	The	literature	from	Koys	(2003)	reveals	that	job	satisfaction	is	the	main	factor	to	achieve	organizational	goals.	Another	opinion	from	Gursoy	(2007)	states	that	the	organization	that	creates	a	sense	of	comfort	can	provide	the	satisfaction	to	its	employees	so	that	it	helps	the	organization	achieves	its	goals.	The	employees	who	feel	satisfied	will	work	better.	They	will	also	be	encouraged	to	work	harder	than	the	unsatisfied	one.	The	satisfied	employees	tend	to	work	more	professionally	 and	 provide	 the	 best	 performance	 so	 that	 it	 will	 also	 result	 better	company	performance	(Koys,	2003).	This	discussion	 implies	 that	an	employee	with	high	religiosity	will	be	satisfied	with	his	job	and	then	work	better.	Based	on	this,	the	hypotheses	can	be	formulated	as	follows.		H4:	Religiosity	has	a	positive	effect	on	job	satisfaction.		H5:	Job	satisfaction	has	a	positive	effect	on	job	performance.	H6:	Employee	engagement	has	a	positive	effect	on	job	satisfaction.		H7:	Religiosity	has	a	direct	effect	on	job	performance	through	employee	engagement	and	job	satisfaction.	
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RESULTS		Table	1	summarizes	the	respondent's	description	of	the	data	collected	and	shows	the	characteristics	of	respondents.			 Table	1.	Characteristic	of	the	Respondent													Measurement	model		In	the	testing	phase	of	the	proposed	model,	this	research	used	two	stages	of	testing.	The	first	stage	was	testing	the	measurement	model	with	Average	Variance	Extracted	(AVE),	 Outer	 Weights	 and	 Composite	 Reliability	 to	 test	 the	 discriminant	 and	convergent	validity	and	construct	reliability.	The	convergent	validity	tests	reveal	that	the	prerequisites	for	validity	are	met	if	AVE	is	higher	than	0.5,	the	composite	reliability	is	more	than	0,7	and	exceed	load	factor	exceeds	0.6	(Hair	et	al.,	1998).	Based	on	this,	it	can	be	seen	in	the	table	2	that	all	factors	loading	values	in	this	research	have	values	of	more	than	0.6,	Cronbach	alpha	rho	and	composite	reliability	have	values	above	0.7,	and	the	value	of	Average	Variance	Extracted	(AVE)	has	value	above	0.5.	Based	on	this	result	it	 can	 be	 concluded	 that	 all	 indicators	 in	 this	 research	 are	 valid	 and	 have	 good	reliability.	In	addition,	based	on	Henseler,	Ringle,	and	Sarstedt	(2015),	there	are	other	ways	to	get	the	convergent	validity	values	based	on	the	Heterotrait-Monotrait	ratio	of	correlations	(HTMT).	It	states	that	the	HTMT	value	of	distribution	is	smaller	than	0.85	and	the	confidence	 interval	value	 is	smaller	than	1.0.	 It	can	be	stated	that	 it	has	the	discriminant	validity	(Abugabah,	2010).		Structural	model		Based	on	Hair	Jr	et	al.	(2016),	a	bootstrapping	method	with	500	repeated	petitions	was	applied	 to	 assess	 the	 significance	 of	 the	 indicator	 weight	 and	 path	 coefficient.	 In	addition,	 R2	 was	 corrected	 from	 all	 estimated	 constructs	 using	 diagnostic	 tools	 to	evaluate	the	right	model.	The	measurement	of	the	Goodness	of	Fit	(GoF)	applied	the	geometric	mean	of	the	communality	and	the	average	R2	for	the	endogenous	construct.	The	 standards	 for	 evaluating	 the	 results	 of	 GoF	 analysis	 are	 small	 (0.02),	 medium	(0.25)	and	large	(0.36)	(Hair	Jr	et	al.,	2016).	In	this	research,	the	GoF	value	is	0.418	(see	Table	 4).	 It	 shows	 that	 the	 proposed	 relationship	model	 between	 the	 effect	 of	religiosity	 on	 the	 performance,	 job	 satisfaction	 and	 employee	 engagement	 on	 the	Sharia	 banks	 performance	 has	 a	 large	 value	 and	 indicates	 that	 the	 model	 runs	relatively	well.	
Variable	 Description	 Frequency	 %	Gender		 Man	 147	 58,8	Woman	 103	 41,2	
Age		 <25	 56	 22,4	25-35	 146	 58,4	36-45	 36	 14,4	>45	 12	 4,8	Education	Level		 <High	School	 2	 0,8	High	School	 26	 10,4	Bachelor/Diploma	 217	 86,8	Postgraduate		 5	 2	
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Table	2.	The	loading,	Alpha,	Composite	Reliability	(CR)	and	AVE	Construct/item	 Loading	 Cronbach	α	 CR	 AVE	Employee	Engagement	 		 0,858	 0,897	 0,598	-	When	I	work,	I	fully	concentrate	on	the	job	 0,564	 		 		 		-	It	captivates	my	heart	to	become	an	employee	at	Sharia	banks	 0,833	 		 		 		-	I	understand	what	happens	at	my	bank	 0,650	 		 		 		-	Becoming	an	employee	at	Sharia	banks	makes	me	excited	 0,866	 		 		 		-		I	am	so	happy	to	be	an	employee	of	this	Sharia	bank	 0,837	 		 		 		-		I	feel	very	engaged	with	this	Sharia	bank	 0,837	 		 		 		Job	Performance	 		 0,772	 0,845	 0,523	-	I	always	achieve	the	target	set	by	the	company	 0,730	 		 		 		-	I	often	get	awards	for	my	performance	 0,689	 		 		 		-	I	am	always	on	time	in	doing	my	job	 0,759	 		 		 		-	I	always	follow	the	rules	of	the	company	 0,684	 		 		 		-	Overall,	I	work	very	well	 0,749	 		 		 		Job	Satisfaction	 		 0,795	 0,880	 0,710	-	Overall,	I	am	satisfied	with	my	job	 0,798	 		 		 		-	In	the	future,	I	want	to	keep	working	in	Sharia	banking	 0,865	 		 		 		-	I	have	never	thought	of	quitting	my	current	job	 0,863	 		 		 		Religiosity		 		 0,894	 0,913	 0,513	-	I	like	reading	books	about	religion	 0,642	 		 		 		-	I	like	to	follow	Islamic	studies	on	TV	 0,588	 		 		 		-	I	always	help	friends	who	are	in	trouble	 0,728	 		 		 		-	I	set	aside	money	for	charity	 0,780	 		 		 		-	I	forgive	people	who	hurt	me	 0,709	 		 		 		-	I	always	try	to	be	honest	people	 0,729	 		 		 		-	I	feel	disappointed	when	I	miss	the	pray	 0,774	 		 		 		-	When	I	pray	regularly,	I	feel	peaceful		 0,748	 		 		 		-	I	believe	God	see	everything	I	do	 0,740	 		 		 		-	God	will	grant	my	prayer,	if	I	mean	it	 0,700	 		 		 		**	Significant	at	p	<	0.01		 Table	3.	Heterotrait	Monotrait	Ratio	(HTMT)	
	 Table	4.	Goodness	of	Fit	(GoF)	Index										 	
		 Employee	engagement	 Job	performance	 Job	satisfaction	 Religiosity	Employee	engagement	 		 		 		 		Job	performance	 0,630	 		 		 		Job	satisfaction	 0,710	 0,705	 		 		Religiosity	 0,576	 0,471	 0,498	 		






Table	5.	Path	Coefficient	Path		 Direct	Effect	 Indirect	Effect	 Total	Effect		 t-value	 	 t-value	 	 t-value	Religiosity	->	Job	performance	 0,133	 2,497*	 0,278	 6,319**	 0,411	 8,408**	Religiosity	->	Employee	engagement	 0,511	 10,624**	 		 		 0,511	 10,624**	Religiosity	->	Job	satisfaction	 0,179	 2,664**	 	 	 0,179	 2,664**	Employee	engagement	->	Job	performance	 0,236		 3,214**		 	 	 0,236		 3,214**		Job	satisfaction	->	Job	performance	 0,360	 4,865**	 		 		 0,360	 4,865**	Employee	engagement	->	Job	Satisfaction	 0,504	 8,783**	 		 		 0,504	 8,783**	*	Significant	at	p	<	0.05;	**	Significant	at	p	<	0.01		Table	5	shows	that	religiosity	positively	and	significantly	affects	the	job	performance	of	 Islamic	banks,	both	directly	and	 indirectly.	The	 religiosity	directly	affects	 the	 job	performance	 which	 has	 a	 coefficient	 value	 of	 (0.179).	 Based	 on	 this	 result,	 H1	 is	accepted.	The	employee	engagement	is	a	connecting	factor	between	the	religiosity	and	the	job	performance	and	has	a	positive	and	significant	value	with	coefficient	value	of	(0.418).	Based	on	this	result,	H2	is	accepted.	The	employee	engagement	has	a	positive	and	significant	 influence	on	the	employee	 job	satisfaction	with	a	coefficient	value	of	(0.504).	Based	on	this	result,	then	H3	is	accepted.	The	employee	job	satisfaction	is	also	a	 connecting	 factor	 between	 religiosity	 and	 job	 performance	 with	 a	 positive	 and	significant	 value	with	 a	 coefficient	 of	 0.360.	 Based	 on	 the	 results	 of	 the	 Smart	 PLS	analysis,	it	can	be	seen	that	all	constructs	in	this	research	have	significant	values,	and	all	hypotheses	can	be	accepted.			DISCUSSION		 The	previous	research	has	examined	the	effect	of	religiosity	on	 	 job	performance	(King,	 2005;	Osman-Gani	 et	 al.,	 2013).	 In	 addition,	 the	 research	 about	 the	 effect	 of	religiosity	 on	 Sharia	 bank	 customers	 has	 also	 been	 carried	 out	 (Nizar	 &	Marzouki,	2015;	Suhartanto	2018).	However,	from	several	researches	there	is	none	that	explains	the	 effect	 of	 religiosity	 on	 the	 job	 performance	 of	 Sharia	 banks.	 The	 results	 of	 this	research	provide	a	plausible	explanation	for	the	effect	of	religiosity	on	the	performance	of	 Sharia	banks	 through	 the	 employee	 engagement,	 the	 job	 satisfaction	 and	 the	 job	performance.First,	this	research	reveals	that	religiosity	influences	positively	and	significantly,	as	well	 as	directly	 and	 indirectly	on	 job	performance.	 It	 shows	 the	 effect	 of	 religiosity	directly	has	a	coefficient	of	(0.133)	and	indirectly	(0.278).	This	result	 indicates	that	religiosity	 will	 affect	 the	 job	 performance	 more	 significantly	 if	 the	 employee	engagement	 and	 the	 job	 satisfaction	 have	 been	 achieved.	 This	 finding	 shows	 that	someone	with	 a	 high	 level	 of	 religiosity	will	 work	 so	well.	 Thus,	 it	 shows	 that	 the	employees	do	not	just	see	working	as	worshiping.	In	other	words,	the	indirect	effect	of	religiosity	on	the	job	performance	shows	that	the	employees	of	Sharia	banks	also	look	for	blessings	in	work,	besides	seeking	satisfaction	in	order	to	fulfill	their	needs.	It	 is	because	the	employee	satisfaction	is	influenced	by	some	factors;	reward,	facilities	and	career	 in	 the	 future	 (Gursoy,	 2007).	 This	 result	 also	 confirms	 the	 statement	 from	Cropanzano	(2005);	Teller	(2016)	that	the	individuals	and	the	organizations	need	each	
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